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' Extrinsic 5of> characte^fl sties focus on the work 
environaent and include working conditions, co-wSrker relations, 
'supervision, coapany policy, salary, and job' security. Intrinsic 
. chara<;|t6ristics deal with the content and tasks involved i& the job 

as w6ll as opportunities provided for self expression and self 
- ac^-ojlizatioh, e.g. the type of work done in tferas o£ respoii^ibility, 
.variety, sl^ill and ^uto'noay, opportunities for pecsonai growth, and 
feelings of .?icconplishaent. Relationshifi^s be-tween intrinsic a&d 
extrj-nsicf lob ch&,ract eristics and. job satisfaction aaong workers of 
, different ages were exaained. Holtiple regression analyses 
ascertained the relative iaportance of 8 perceived job 
cha^?acteristics in relation to jtob satisfaction aaong 'a national 
prbbability saaple of 1,.533 workers. Role strain and* financial * 
rewards-proaotion were included- in th^ regression equations for all 
aae gsoups. Sei^f ,e|tpression wa,s relatively more iapottant aaong 
younger workers, vhile super.vi'sion was relatively aore iaportant 
aawg older workers. The results indicated that both intrinsic and 
extrinsic job characteristics were strongly related to job 
's4tlsfactdon aaong younger workers while .extxiftsic characjtar isttcs . 
were of relatively greater ihportance ^ong older workers. 
» (Author/HRB) • ... • . 
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. Age Difference's in the Relationship between Perceived 

. ' J , Job Characteristics and Job Satisfaction 
.-^ / . . , ' . . - 

This study investigjites the relationship between perceived job c 
char^teristics and job satisfaction "among enjplQyed individuals Of ' 
different ages. In earlier^ research relating perceived job characteristics 
to job satisfaction- a distinction h^ been made between intrinsic and 
extrinsic ibharacteristics. Hetzberg's work fHerzberg et al, , 1959; - 
Herzberg, 1966) is most strongly associated with this distincUon although 
others have used it apparentl|. independently (Fox, l&Tl} Gurin, Veroff,. and" 
Feld, 1960; and studi^es of alienation from worfcj e.g. , Finlfter, 1972). 
Herzb&rfe suggested that extrinsic job characteristics prevent dissatisfaction' 
while intrinsic job characteristics create satisfying job-situations. Job 
characteristics classfled as extrinsic focus-on the context,or environment 
in which work is done and job featurfe^determined by ^xtdrnal events or * 




. other people-. Extrlijisic characteristics include worljlng condition's,- 
relationships with co-workers, supervision, company policy and administra- 
tion, salary, and job security. Intrinsic characteristics deal with the content 
and tasks involved in doing a job and opportunities provided on the job for 
self expression and self actualization. These characteristics include the 

klHd of work done in terms of responsibility, variety, skill, and autonoftiy; 

<. 

opportunities for persipnal growth and xlevelopment; and feelings of pride 

»• 

ajnd accoi^plishnvent (Dyer And Parker, 1975). , ' 
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^Little empirical work has examined fhe relationship between perceived 
job char^cten'stlcfi an3 job satisfaction by age. 'three, studies ba'sed on the 
Herzberg approach' report inconsistent findings. iFjiedlander (1963) found 
that the social and technical environment is a_more'lrh|>ortant source of , 
satisfaction -among older workers while intrinsac job aspects are more* 
Important for younger workers,. Salefi (1964)"reports that workers agejd 60-65 
place more emphasis on extrinsic factors as sources of satisfaction compared 
to the same workers discussing their experiences in middle age (30-55>and 
a^ontrol group of workers'aged BO-^^. Wemimont (1966), however, found 
that older workers select more intrinsic items m satisfymg situations and 
more extrinsic items in dissatisfying situations than younger workers. In 
addition, Cohh (1/979) reports that intr^psic aspect^ of work are relatively 
less important in relation to global well-being amoiJg older workers; how- * " 
ever, he did not find significant diff€rences''In.the relationships Uetween 
intrinsic and ektrinsic job characteristics' and job s^Isfactlon by age' . 
.'■ category. , 

A related strand of reeearch supjJorts the usefulness otthe intrinslc- 

^extrinsic distinction Im relation to age although It does not refer to job 

satisfaction. Studied of worii" values in which workers are asked jiow 

important various job characteristics are to them in their jobs indicate 

that intrinsic job characteristics are relatively more Important among 

younger workers while extrinsfc characteristics are relatively more 

f 

important among pider workers (AndrlsanI and Miljus, 1976; Frledla^er, 
1966; Herzberg et al. , 1959; Jurgenson, 1978; Quinn and liobb, l^^ly 
' SheppArd and Herrick, 1972; Singh and Baumgartel, 1966). An exceptloq 
to this trend is reported by Wright and'l^mllton (1978) who state that ' 



sic c J. 



Emphasizing intrinsic cl/aracterlstios isC either unrelated to age or is more 
prevalent J>^o?g older Sjlorker/. . However, most pf the t^Xtrinsic character- 
istics are mare important among older workers with opportunities for 
promotion the major e:|ceptlQn. jThese data on work values are supported 
l^y.the literature on youth culture wi^c^ suggests that younger workers are 
' more demanding than clder.w^orkers with respect to intrinsic aspects of 
jobs (Flacks/ 1970.; Ydnkelovfch, 1972, 1974). * 

This study investifl;ateB the hypothesis that intrinsic job characteristi^js 
•jare in9re strongly related tt) job satisfaction among younger workers while 



job satisfaction among 
' char ac teri stic s • Thi s 



5lder workers is more dependeift upon extrinsic job 
iypotHe$is assumes that w/ricers of different ages . 



are differentially respohsive to intrinsic and'extt-insic job char'acted^tics 



in terms of their levels jof job s^itisfactlon. This (fiiffererhtiai response may 

be due to variations in tie relative salience of intrinsic and extrinsic job 

••1 

characteristics for workfers of Werent ages. Yp^ger workers a/e 
focuiing on findVjig jobs tliat suit their Interests and abilities and provide 
the best opportunities and potential for future personal and economic 



succe^ss." Older workers, ion the other hand, are inpositions in \vhich 

opportunities for further development in job content are limited; the 

salient issues revolve around maintaining and consolidating a secure • 

. / . 

position whiclTallows for the building of resources for retirement. Limited 
Support for this hypothesis h»s bjeen provided by Katz (1978) who found 
older workers' levels of job ktisfaction generally less responsive to 
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several intripsic job cKaracteristics than those of younger worJfers. An 

ft 

analysis ojf'the processe's through which workers achieve salient -job 

• ' ' ■ ! ■ ■ ^ 

characteristics has'beQti devejoped by Kalleber;gr(197'n. ' 

To whaf,fxt.ent can we say that older workers are more extrinsically 
oriented and younger more intrinsically oriented in relation to sources 
o£ job satisfaction? Are different job characteristjjbs required to provi-de 
satisfying work situations for oldqr and youngW workers? This study 
^ddressesnhefee questions iaa manner which goes beyond prevfous research 
by examining the preisence or absence of perceived job chil^^ristlcs 
directly in relation to overall job satisfaction so that a clear link may be/ 
established between various job characteristics and overall job satisfaction. 
In addition, -these relationships ^re examined with^data including Wide ' 
range jof items asked •of a large and comprehensive sample. > 

Method 



Samp le ^ • * 

Tfie data analyzed in this study were collected in 1969 by tjhe Survey 

Research Center at the University of Michigan under contract with the ^ 

Employment Standards Administration of the U. S. 'Department of Labor. 

Pensonal interviews were conducted with a national probability sample of 

1,533 persons 16 years old or older who were working for pay at least 

20 hours a week. More detaileH information regcrfding the sampling and 

interviewing procedures^ the interview schedule, item and scale reliabilities, 

* 

demographic characteristics of the respondents, and frequency distributions 



for ihdlvidual questions is given in the Survey of Working Conditions final 
report (Qulnn etal. , 1971) and in Voydanoff (1978). 

-Measures- * ' . ^ 

In order, tg facilitate scale development, 66 items measuring. perceived" 
Job characteristics and overall job satisfaction h^^e been factor analyzed for 
the total* sample of nonfarm wage ind salary workers (N = 1301) and for . * 
members of four age gr^oups--worf:ers under 30, workers aged 30-44, 
workers aged 45-54, and workers 55 and older. The factor-analysis * 
procedure consisted of principal factoring with an iteration procedure to 
Improve upon the maximum off-diagonal correlation coefficients used as 
initial communality estimates. The initial factor matrix was rotated 
accorxling to an orthogonal varimax procedure. The factor structures ' ' 

/ 

do not differ substantially across age groups indicating that the undertying 
dimensions of the perceived job characteristics are similar for workers 
in different age groups in this sample. ' » * 

, On the ba'sid of the factor analysis of the total sample, items .were - 
selected for the .following; scales of perceive^d job characteristics: 
Financial Rewards-Promotion, Hard Work,, Physical Context, Role Strain, ' 
Supervision, Working Conditions, Enriching Job Demands, and Self 
Expression. , The items included in each scale and the factor loadings . 
for the total sample are presented in Table 1. The scale values were' 

computed bi^summing the responses to each item with equal. weight ' ' 

[Insert Table 1 about herej 

given ito each. The item stems listed in Table I are based on the following • 



^ questions: , ' * j . 

^ Would you s?y this is a lot like your job,.. somewhat like your job, a 

- 1 

. Uttle like your job, oiyn^^t at all like your job? (Indicted by lot" in ' 
Table 1) ' • 

' ' ' 

• I'll read some things that may or may not be true of your* Immediate 

> 

• superior.^ Tell me how true you think each is of him or her. Would you say 
^ this was very true of him/her, some\vhat true, not too true, or not at all 
tTOe?(Indicated by "very true'in Table 1)' o . ' » ' 

All of us occasionally feel pothered by certain kinds of things in o^r ' 
work. I'll read a li^t of things that sometimes bother people, and I would 
Uke^ou to tell me how frequently you feel bothered by each of them—nearly 
all the time, rather often, sometimes, rarely, nev«r. andicated by "nearly 
all (he timeln table 1) ' 

Another question asked \he respondents to sort item cards into 'piles 
labeled very true,, somewha^true, not too true, and not at ai; true, according 
to how true ea/:h one was of their jobs, andicated by "very true" in Table 1) 

In Tables- 2 and 3 correlations among the.scales of per<!eived job - 
characteristics are presented for the four age grdups. These tables 

(Insert Tables 2 and 3 about herej 
indicate that th^ patterns of correlations are similar among the age groufcs. 
Several of the correlations among the scales are' relatively high, esffec'ially 
those including either the working conditions or self expression scales. 
ThUa correlations among working conditions-sujJervision, working conditions- 
self expression, and self exprfession-enriching job' demands are relatively - 
high in all a^e grou|Js. 



Intrinsic characteristics' are measured by the enriching job demands 
•and self expression scales whfle financial reWardsrpromo'tion, hard work; 
physical context, role strain, supervision, and wo;rking conditions measure 

• f 

extrinsic characterfstics.', Self expression is a separate scale because it ' 
loads highly on two faetors, one intrinsic and one extrinsic. pThis overlap, 
^ along with ambiguity regarding whether specific items in sotne of^e , 
extrinsic scales measure -extrinsic job features," illustrates the Umitations 
involved in making the distinction between intrinsic and extrinsic job 
characteristics pyer aijd Parker, 1975), The distinction is used in this 
sUjdy because it reflects an important contrast, in work orientations in an 
efficient way and because it facilitates comparisons with a large and diverse 
body of previous work. Thfi scales of perceived job characteristics are the 
independent variables used in the multiple regression analyses for the four 
age groups.' . « 

Overall -job satisfaction, the dependent .variable, is measured by - 
responses to the most frequently used single-item question— "All in all,^ ' 
how satisfied would you say yorx are with your job— very satisfied, some- 
what satisfied, not too satisfied, or not at all satisfied?'' Similar results 
are obtained when a six-item job satisfaction scale is usejd as the dependent 
variable. Data using the single Item are reported since it seems to be a 
purer measure than the scale which includes- Items regarding jflanning to 
look for another job, recommending the job to a friend, and so on. 



Statistical Analysis ' ^ ' . 

A stepwise multiple regression procedure is -used in which the inde- 
pendent- variable explJdning (he most variance in the dependent variable is 
entered in the regression equation first followe'd by the independent variable . 
^ explaining the most variance after the effects of the first yariable are taken 
into account Independent vatfiables arej^ded-^» the equation one at a time 
untiT all variables explaining a specified amount of variance are included. 
This proces3 produces the bWt prediction posaible with the fewest inde- 
pendent 'variables. 

Results V * 

The insults of the regression analyses of overaD job satisfaction and '' 
the perceived job Characteristics for the four age groups are presented In 
Table 4. Two perceived job characteristic scales appear in the regression 
equations for all age "groups-role strain ancT financial rewards -p^^omotion. * 

(Insert Table 4 about here] , 

' " \ 

* 

The beta coefficients for these scales range from first to third in relative 

those 

size for all groups except A 55 and older fo^ whom the beta coefficient 

for financial rewards-promotion ranks^fifth. Self expression'is 

^' . ' • ^ ' 

entered Into the regression equation first for, workers Under 30 and workers 

aged 30-44 since it has the highest zero-^^er correlation with job satisfaction; 

however, financial rewards-promotion has a slightly higher beta coeffcient 

for workers under 30. Supervision is included in the equations for those 

under 30, 45-54, and 55 and older. Supervision is entered into the eqviatioij 

first for workers aged 45-54' and second for those 55 and older'.' \Vhen the 
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> effects of other variables are controlled, however^ the beta coetficients 
rank second and third respectively. Supervision fs fifth in importance for 
workers under 30. Enriphlng job demands-is included in the equations of 
two groups~^e youngest and oldest— although' itg zero-order correlation witft 
job satisfaction is relatively low in all groups except'the youngest. Working 

conditions has relatively high zero-order cprrelations with job satisfaction 

• / . > » 

but is included in the equation only for those'45-54 years^old and then with a 

relatively low beta coefficient. Hard work has relatively low zero-order 
correlations with job satisfactioYi and Is included in the equation only forfhe 
oldest age grpup^ agMn with a relatively low beta coefficieht. Physical 
context has low zero-order correlations with job' satisfaction and is not 
included in any of the regression equations. * ^ . > 

Discussion 

The results support and refine the hypothesis that intrinsic character- 

istics^re relatively moke important in relation to job satisfaction among 

younger workers while extrinsic characteristics are more important 

among older workers. The self expression ic ale has higher zero-order. 
I ■' , . • ' • .... 

correlatioi^ and beta coefficients among youi^er workers while, supervision " , 
hsfs higher coefficients among older workers. Two extrinsically oriented 
scales, role st;-ain and financial rewards-promotion, are related to job 
satisfaction in all age groups. Thus lor younger workers both intrinsic, and ' 
extrinsic job characteristics are relatively important in relation to job 
satisfaction. Among older workers extrinsic job characteristics are 
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^ relatively more important. Thi§ sufge^s that younger wockers ate jeqponsive - 
to a broacfer range of job characteristics In terms of job satisfaction. Perh^s ' 
y^er workers are Influenced by the presence of job characteristics 
indicating that a job .meet's several different crlte;ria for satisfaction while 
older workers respond to' job characteristic^ which center around the ' 
. co^lsolld^tld^pf a s'ecjire'positlon. ' • 

The relatively hig^ correlations and beta coefficients for supervision 



among older workers is somewhat surprising since the extrinsic character- 

• • • 

istic usually considered of most saUence to older workers is financial and 

job security. It Js possible, however* that the emphasis on supervision 

may reflect a security orientation that Is mediate^ by the relationship between ^- 

• - . ^ ' 

• the worker and the supervisor.' The supervisor serves as a link t^etween * 
the worker and the broadjr job context. It Is through the relationship with 
the supe^Wsor that the worker is able to obtain flpaiiclal rewards and job 
security. This Interpretation is supported by the strength of the relationship 
betweeX role strain and job satisfaction ampng the oldest worker^. Rciie 
«traials also oriented tJ(fealing with people in an organizational context'. 

I m 

The results of this- study indicate that some of the .perceived j^b . ■ 
oharactAristics related to job satisfaction are the same for workers in all 

age g;x)ups while the relative importance of others varies with age. Thus ' ' 

among younger workers both intrinsic and extrinsic job characteristics 

/ 

are of major Importance In relation to job satisfaction; among older workers 
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extrinsic characteristics- are rllativelymore important in relation to job 
/ satisfaction while jbb content faotors are relatively less important. ' The 
. . : results polx>t*^t that both joTj design, -e^^ciilly in terms of 

• . self expression, role strain,' and'supervision, and improvements in 
• financial rewards-promotion^-should provl^more satisfying wo^k situations 
; for workers of age&.^ A^e. dlfference^tjie relative importalice of 
^ . Sejf expression ;ind supervision ^refine these general results. ' ■ ■> 
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Table 1 

^ Scales of Perceived Job Characteristics with 
Factor Loadings for the Total Sample^ 



Extrinsic Factors , * " * • Factor 

Factor X— Financial Rewards-Promotion * ' i 

The pay Is good (very true) ' ,48 

,My fringe benefits are good (very true) ' ,63 

The job security Is good (very true) * .55 

The chances for promotion are good (very true) ^ ,34 
How fairly promotlon*lire handled, where you work (completely 

•fairly). ' ' .30 

'Factor 2--Hard Work 2 - 

Requires that you work very fast (a lot) ^ ' ^59 

Requires that you work Very Hard (a lot) ^72 

Supervisor insists thai those under him work hard (very true) .41 

# . • * - 

Factor 3~Physlcal Context • • ^ 3 ^ 

Requires that you be skilled In using your hands (a lot) \ 37 

Requires that you exert a lot of physical effort (a lot) ,50 
Does your job^t any tiifie expose you to what you feel are - 

^ ' physical dangers or unhealthy conditions? (yes) . ^52 

ji 

Factor 4~Role Strain * , • £ 
The fact that you can't.get informatfon needed to carry out 

your Job (nearly all the Ume) * ^ ^ .52 * 
Not knowing Just^hat the people you work with ^^ct of you 

. ^nearly all the time) ' ' ^62 
Thlnld)ig^that the amount of work you have to do may Interfere 

c /4S^th how, well it gets done (nearly all the time) .52 
EeelingNthat you have to do things that are against your better 

judgment (nearly al! the time) • v ,55 



• 64 



3elng unclear on just what the scope and responsibilities of 

ypur jabsare (nearly all the time) ♦ 
Feeling unable to influence your Immediate supexrvlsor^s ! ' • ' 

decisions and his actions that affect you (nearly all the time) \' ^5?, 
Feeling th^ you haVe toq little authority to carry^out the regponsl- 

bllitles assigned to you^ (nearly all the ^Jlme) ^ ^ .6?* 

Not knowing what your supervisor ^nks o^you, how he evaluates 

your performance . 
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Table 1, <?ontM, 
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Scales of Perceived Job Characteristics with 
Factor Loadings for the Total Sample • 



Factor 5~Supervislon 

My supervisor Is very concerned about the welfare of thos^ 

under hito (very true) 
My supervisor Is competent In doing his job (very true) 
Takers a personal interest In those -he supervises (very true) 
KnowsNJils own job well '(very true) 

Encourages those he supervises topevelop new ways of doing 
^ ' ^thliigs (very trutf) ^ 
Maintains Ugh standards of performance In his own work 

;<verytrue) ^ 
Goes out 6f Klsjk\fay to praise goad work (very true) 

\ . • 
Factor 6— -Worl^ng Conditions ' 
The hours are good (very true) . ' 

I am free from connoting demands that othet people make of me 
(Very ^true> 

I have enougt^ time to^cet the job done (very true) 
I can forget about my pergonal problems (very true) 
I c^n see the Vesults of iny work (very true) 

J The physical surroundings, are pleasant (very true) 
I am not asked to do eJc<fessive amounts of work (very true) 
I receive epough help and equipment to -get the job done (very true) 

^ ^ly co-worker3 are friendly afad helpful (very trute) * 
I am.jglven a lot of chanq^es to n(ake friends {vevy true) 

• Intrinsic Factors ' \ ^ 

Vac tpa^T-^Enricliijig' Job Demands \ 
< Requires that youi^ keep having to leaftn new things (a lot) 
Requires that you do a lot of# planning "i^head (a lot) . 
Allows you a lot of freedom to how y6u\3o your work (a lot) 
!?^quires a high levej^f skill {a lot) 
Allows you to make a lot of declSloivs on your own (a lot) 
Requires that you fie creative (a^lot)' , 
Allows you to do a vapfety of different things ^(a lot) ^ ^ 
Ho\^ of^en do you get so Svrapped up in your work tljat you lose ti 
. of thetim%7 (very often) ' 

Self Expression ^ , , 

I am giveu a jchance to do the thipgs I do best (very true) \ 
*The work Is interesiln^ (very true) 

I have an opjtortunityio develop ihy /special abilities (very true) 
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Note- Items on the rOle strain^ haiK^wgii^^nd physical context scales are coded 
in the' reverse direction from the others interns of \\hat is considered a deslril^le job. 



Table 2 

« Correlation^ Among Scales: 
16-29 Year Olds Above Diagonal 
• 30-44 Year Olds Below Diagonal 
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Scale 



u 


Financial Rewards-Promotion 




,07 


\ 

.93 \ 
.35 


.19 


.33 


.38 


.26 


.40 


2. 


Hard Work 


.06 




.22 


.02 


.20 


-.12 


.03 


3. 


Physical Context 


.16 


' .22 




.10 


-.01 


.12 


.01 


-.02 


4. 


Role Strain 


.17 


.20 


.07 




.34 


.44 


-.05 


.09 


5. 


Supervision , 


.26 


.01 


.17 


.41 




.50 


.31 


.38 


6. 


Working Conditions 


.30 


.12 


.07- 




.49 ' 




.17 


.44 


7. 


Enriching Job Demands 


.25 


-.12 


.19 - 
.21^ 




.24 


.12 




.60 


8. 


Self Expression 

• 


.32 


.04 


.19 


.39 


.50 


.58 
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Table 3 



Correlations Among Scales: 
45-54 Year Olds Above Diagonal 
Workers 55 and Ol^r Belov^- Diagonal 



Scale 



1. Financial Rewards-Promotion 

2. Hard Work 

3. Physical Context 

4. Role ^ain , ^ 

5. Supervision 

6. Working Conditions 

7. Enriching JoB Demands 

8. Self Expression 





-.02 

* 


.08 


.20 


.42 


.49 


.27 


.51 


.14 




.11 


.12 


-.06 . 


.10 


-.12 


-.09 


.16 


.38 




.;o 


.08 


.02 


.11 


.03 


,25 


.23 


.01 




.'43 


.32 


-.13 


.17 


.28 


.11 


.11 


.39 




.40 


.18 


.35 


.46 


.15 


.09 


.45 


.44 




.16 


.si 


.19 


-.26 


.03 


-.13 


.25 


.07 




.47 


.41 


-.14 


-.07 


,25 


.33 


.55 


.50 





'2" . ■ J. 



r 



19 



Table 4 / 
Multipl^Regression Analysis <Jf PeVceived Job Characteristics 



/ 



and- Job Sj^tlsfaction among Age Groups ' y 



? 



Job Characteristic 16-29 30-44 45-54 B5+ 

r bet^ r beta r beta r beta 

- 

Role Strain 

Financial Rewards-Promot4( 
Self Expression 
Supervlawi 

^ Enriching Job Demands :402 JL69 .264 .182" 139 168 / 

Waking Conditions 
. Hard Work 
Physical Context 

N 

' ' 

^. Note. The normalized beta coefficients are taken from the equation at the • S, 

point where the next independent varible entered into the equation contributes 
leso than one percent to the explained variance. Sinc.e the items on the role 
strain, hard work, and physical context scales are coded- in the reverse 
direction from the others (see Table 4), all the beta coefficients are positive. 
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.425 .129 
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,404 .151 


.'402 JL69 
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,139 .168 
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.417 


.452 .178 


.343 


.095 . 


•.084 


.095 


.219.134 
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